MISSION
*To make USF a premier institution of national.prominence.

Editor's note: This is part one of a three
part series on USF's new strategic development plan.
In planning, never a useless move;
In strategy, no step taken in vain.
Ch"en Hao
8th century A.D.

For years, leaders in business and industry have followed the advice of this
Chinese philosopher. Strategic planning has
long been employed successfully by corporations and institutions to manage their
resources more effectively and deliver a better finished product.
American colleges and universities have
now begun to follow suit. The University of
South Florida is in the midst of that movement with a new planning process that will
support the mission of making USF a
premier institution of national prominence.
''A strategic plan is not a musty old volume
to drag out for visiting regents," says President John Lott Brown, "It's a dynamic, viable
plan we are in the process of creating to
guide our future growth and development."
Provost Greg O'Brien agrees, "For USF,
our strategic plan will help us decide where
we want to be by, say 1990, and then determine a course of action that covers the next
several years to achieve our goal."
"Strategic planning is particularly useful to
universities because of its flexibility, its built-in
review and evaluation, and especially
because faculty and staff take an extremely active part in the process," adds Barbara
Sherman, associate vice president for
Academic Affairs.

Sherman should know because she is the
administrator in charge of developing a
strategic plan at USF. According to Sherman, a strategic plan is a pattern that integrates an institution's major programs, activities and policies into a cohesive whole,
supporting the mission of the institution.
"Once USF's goais and objectives are clearly stated, we will have standards against
which all of our programatic and fiscal decisions can be checked;' continues Sherman.
How does the strategic planning process
work? There are three main characteristics:
*The process is sequential and interactive.
Major objectives and broad assumptions
move from the top down, but detailed plans
come from the bottom up. Both may be
altered as the process develops.
*The process is designed to be completed at each organizational level, moving
upward until it reaches the highest level.
*The process is on-going, with a system
for goal setting, action planning and implementation, and review and evaluation.
"In a dynamic institution like USF, the
plan must be responsive to the academic·
community and to the urban environment
which we serve. It must be flexible enough
to accomodate changes as the institution
changes," says Sherman.
Strategic planning began at USF in
September, 1983. The educational goals in
the State University System's Master Plan set
the tone of the university's planning. Also,
several broad assumptions were made:
1) The share of state appropriations
available to USF is expected to continue in
future years at approximately the current
proportion of the total state budget.

DIRECTIONS
*Enhance the quality of the academic program.
*Enhance the quality of the student experience.
*Enhance the quality and scope of research and scholarship.
*Enhance partnerships with public and private sectors.

CORNERSTONES
*Utilize all sources of public and private support to achieve university-wide strategic
directions.
*Expand the use of technology in all aspects of university life to increase efficiency and
maximize support for academic and administrative efforts.
*Improve internal operations in both quality and efficiency to achieve university-wide
strategic directions.
'
*Enhance the organizational environment to improve the quality of life for the university
community.
2) The Board of Regents and the
Legislature will continue to establish and
monitor student enrollment projections.
3) Existing fixed capital outlay projects will
continue as currently planned; new priorities
will be added to support USF's strategic
plan.
After meetings of the President's staff and
the Council of Deans, the first draft of the
plan's general statement was produced.
Deans and vice-presidents took that draft
back to their colleges and divisions for study
and suggestions. During 1984, the plan was
worked on by department chairs and faculty
as well as staff from all areas of the university.
The resulting preliminary document included a basic framework of four strategic
directions and a series of objectives to
achieve the goal of each direction . Also included were several cornerstone methods
of improving the general university environment. These cornerstones serve as the
foundation to support implementing the
strategic plan.

These directions and cornerstones are
still considered a preliminary strategic planning document of major objectives. Detailed support plans for the calendar year 1985
are to be finalized by each department, college, and campus and adopted universitywide in March 1985. Review and revision of
the strategic plan will take place annually.
Sherman expects major input from faculty
and staff to arrive at this document. ''A
strategic plan at a university focuses on
academics, but depends on support from
all areas," says Sherman.
An outline of the directions and cornerstones of USF's premininary strategic
planning document appears above.
''Although the plan is still in draft form ,"
continues Sherman, "It has already begun
to guide the University's decisions."
Intercom will cover details and progress
of the four strategic directions in the
November 14 issue and the cornerstones in
the November 28 issue.

$1.5 million federal grant awarded to Florida Mental Health Institute
A five-year, $1.5 million federal grant to
conduct research, training, and consultation
activities for seriously emotionally disturbed
children has recently been awarded to the
Florida Mental Health Institute at the University of South Florida.

place over time, and the ultimate outcome
of the services. The study initially will include
960 subjects between the ages of 9 and 17
from four different states.

The award was officially announced on
October 10 by Governor Bob Graham, who
was in Tampa for hearings on the Governor's
Constituency for Children.
FMHI's grant, which amounts to $300,000
for the first year, was one of only two awarded in a national competition to establish a
"Research and Training Center for Improved
Services for Seriously Emotionally Disturbed Children," by the National Institutes
of Handicapped .Research and Mental
Health. A second grant for $200,000 was
made to the Regional Research Institute at
Portland State University.
The new Center, under the direction of
Robert M. Friedman, will conduct an integrated set of research, training and consultation activities designed to improve the
children's mental health system.
According to Friedman, the President's
Commission on Mental Health estimates
there are 3 million seriously emotionally disturbed children in the United States, or approximately 5 percent of the c hild
population. He added that while the mental
health community varies in its definitions
and treatment approaches, it is in agreement that the severely emotionally disturbed
child population is greatly underserved, and
that this is a national problem.

Governor Bob Graham congratulates Jack Zusmsn (left), director of FMHI, snd Robett
Friedman (center), director of the new Center.

"Children have been one of the most
neglected populations in the mental health
field," he said. 'They have been both underserved and ineffectively served. The establishment of this Research and Training
Center offers an opportunity to assist states
in the development and implementation of
more effective systems for preventing and
treating emotional problems in children.
"The major challenge that we face in children's mental health is how to provide the
prevention and early intervention services
that will ultimately have the greatest impact
on the prevalence of emotional disturbance
in children, whi le still providing the needed

services for children who are already
demonstrating serious and persistent
problems."
Since seriously emotionally disturbed
children typically have multiple problems requiring a variety of services, the Center will
be concerned with the mental health system, education, vocational training , and the
child welfare and juvenile justice systems.
The research activities will involve four interrelated studies. The first study will utilize
a longitudinal research approach over a
four-year period to examine the characteristics of seriously disturbed children, the services they receive, the changes that take

The second study wil l involve a national
survey of services provided to emotionally
disturbed children within the educational,
mental health, vocational rehabilitation , juvenile justice and child welfare systems. The
study will also involve the identification of exemplary programs and systems of service
across the country.
The third study will be an integrative and
evaluative analysis of research on the prevalence of emotional disturbance in children.
The fourth component of the research program will seek to develop and test standards
for services for emotionally disturbed children that can guide policy and program development.
The Center will also conduct a broad
range of training and consultation activities.
These will include workshops in different
regions of the cou ntry on important policy
topics related to ch ildren's mental health
services, workshops to help agencies replicate programs that are identified as exemplary, and consultation to states in
strengthening their overall system of services for emotionally disturbed childre'".
The Center will be operated as a component of the department of epidemiology and
policy analysis at FMHI. In addition, the
Center will utilize faculty from other departments at FMHI and USF. The Center will
also work closely with a distinguished group
of consultants from across the country, and
a National Advisory Board.
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CHANGES IN THE PERFORMANCE EVALUATION PROCESS
During the past year, the Department of
Administration has proposed some significant revisions to various chapters of theCareer Service personnel rules, which have
been approved and adopted into law by the
Florida Administrative Commission. Among
the rules recently revised and approved is
Chapter 22A-9, Employee Performance
Evaluations, which has been retitled Employee Performance Appraisals. This revised rule, which will be implemented
effective January 1, 1985, incorporates
some significant changes which will require
supervisors to familiarize themselves with
several new concepts for evaluating the performance of staff.
As a result of these changes, University
Personnel Services is developing a new performance appraisal form and will be
presenting numerous workshops for supervisors during the months of November and
December to provide general information
regarding the new peformance appraisal
rule.
The following are highlights of the revised
rule:
1) The five rating categories (Unsatisfactory, Conditional, Satisfactory, Above Satisfactory, and Outstanding) currently in use
will be replaced with the following three rat-

How do employees terminating from
the University get paid for accumulated
leave?
(1) After leave records have been audited and approved, prepare an appointment
form indicating termination date and number of leave hours to be paid. If leave
balances are zero, indicate zero hours on
the appointment form. Prepare an original
certification adjustment form indicating
leave hours to be paid. Sick leave must be
certified on a special sick leave certification
form. Attach these original certifications to
the appointment form. Submit the entire
package to Division of University Personnel
Services, FAO 195 for processing. NOTE:
Do not send certification adjustment forms
to the Division of Payroll.
(2) If leave records have not been audited and approved, indicate on the appointment form that records are in the process of
being audited, and will be submitted at a
later date. Forward the appointment form to
the Division of University Personnel Services. Retain a copy of this form for future use.
Once the leave record audit is completed indicate on the copy of the previously submitted appointment form the number of
approved leave hours to be paid. The accountable officer responsible for certification
of leave must sign this copy authorizing payment of leave hours. Submit two copies of
this approved form along with an original
certification adjustment form as in #1 above
and forward these to the Division of Personnel Services for processing.
Q: Is payment for sick leave certified on the
certification adjustment form?
A: No, payment for sick leave is certified on
a special sick leave certification form.
At what biweekly rate of pay may accumulated leave hours be paid for terminating Career Service employees?
· Accumulated leave hours shall be paid
at the employee's base rate of pay. Base rate
of pay shall not include competitive area
differentials, shift differentials, lead worker
pay or any other salary additives.

r·

(': How do I 'get my position
reclassified?

-

Moving Up

Congratulations to the following Career
Service employees who have been promoted or whose jobs have been reclassified.
They are listed below with their new positions.
PROMOTIONS: Nathan Harris, UTR
Supv. I; Hazel Lee, Fiscal Clerk II; Billie
Lofland, Radio/TV Specialist; Yvonne
Jones, Gust. Supv.l; Ruth Fanning, UTA
Supv. I; Cynthia Sanders, UTA Supv. I;
Joyce Burroughs, Computer Operator I;

ing areas: Achieves Performance Standards; Exceeds Performance Standards;
and Below Performance Standards.
2) An employee will be evaluated in accordance with performance standards developed by his/her supervisor based on the
duties and responsibilities outlined on the
official position description form for his/her
position. The rule has defined a performance standard as: "A stated measure of
the level of performance the employee is expected to achieve and/or the objective the
employee is expected to accomplish."
3) The time frame during which evaluations or appraisals must be completed has
been changed.
The performance appraisal workshops to
be presented by University Personnel Relations will provide supervisors with more
detailed information regarding the rule
changes as well as guidelines for developing the required performance standards.
The dates and times of these workshops
were listed in the last Intercom and sign-up
forms have been sent to area contact persons by HRD. All supervisors of Career
Service employees should plan to attend
one of these sessions. For further information, call Personnel (2970) or Human Resource Development (3090).

Normally a classification review or an
audit of a position is requested when either
the employee or the supervisor feels that the
duties regularly being performed are not in
the official position description or in the class
specification to which the position is allocated. Position classifica~ions are also reviewed
during the cyclical audit.
The usual procedure is for the employee
and the supervisor to work together and
prepare an accurate position description
and then forward the position description
and a transmittal form (when appropriate) to
Personnel to be reviewed.
For those employees covered by one of
the four collective bargaining agreements
(AFSCME, PBA, PBA Supervisor and FNA),
there is a provision in the agreement (Article
11) which provides a mechanism for employees to request a review of their duties by
Personnel if they feel (1) they are being regularly required to perform duties which are
not included in their position description
and in the class specification and (2) the immediate supervisor and the higher level
authority within the work unit refuse to complete a position description and forward it for
review to Personnel.
When can my position be
reclassified?
One of the hardest matters to judge
is the propriety of a reclassification request.
Supervisors frequently seek to reward outstanding service through this mechanism.
Others think that any redistribution of duties
justifies a reclassification. Since all employees naturally assume more responsible
duties as they learn their jobs, there is a tendency to think of reclassification because of
longevity. Position vacancies or expanding
programs often cause workloads to increase. None of the above circumstances
necessarily justifies a reclassification.
Reclassifications are justified when natural changes in duties affect the nature, variety, and responsibility of the work. In many
cases, supervisory positions are in different
classes from non-supervisory ones. Positions that receive technical supervision are
usually classified lower than positions that
receive only administrative supervision. The
addition of a duty not usually associated
with a class, such as bookkeeping to a
sales clerk, may call for a reclassification.
But a change in duties as reflected in the
position description is necessary for any
reclassification.
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Edwin Pena, Maintenance Mechanic; Edward Quill, UTA Director; Alma Jackson,
Secretary Specialist.
RECLASSIFICATIONS: Ollie Zeman,
Exec. Secretary I; Elizabeth Banks, Clerk
Typist Ill; Laura Wilson, Research Associate; Van Wagner, Prof. Eng. I; Richard Latson, Prof. Eng. II ; Joseph Ostermann,
Prof. Eng. II; Virginia McGough, Staff Asst.
I; Kimberly Mercer, Secretary Specialist.

Vacanc~s ~==~==~~=====
A&P and Career Service vacancies are
posted on bulletin boards throughout the
University and in the Personnel Offices. You
may call the Jobline (974-2879) for a recorded listing of Main Campus and Medical
Center vacancies 24 hours a day.
FACULTY POSITIONS: Associate Director & Professor, Division of Programs,
FMHI, $42,000-50,000, 11115. Assistant
Professor or Associate Professor, Library Studies Office, College of Education,
$22,000-Neg. or $25,000-Neg., 11/01.
Counselor/Advisor, Counseling Center,
Student Affairs, $25,000-35,000. 11/1 5.
Counselor/Advisor, Counseling Center,
Student Affairs, $24,000-28,000, 11/15. Assistant Professor, Chemistry, College of
Natural Sciences $20,000-24,000 2/1/85.
Assistant Professor, Economics, College
of Business Administration $26,000-Neg.,
12/15. Assistant or Associate Professor,
Economics, College of Business Administration, $26,000-Neg., 12115. Assistant, Associate, or Full Professor, Economics.
College of Business Administration
$26,000-Neg., 12/15. Assistant, Associate, or Full Professor, Info. Sys. & Dec.
Sci., College of Business Administration,

$35,000-Neg. 11/30. Assistant, Associate,
or Full Professor, Info. Sys. & Dec. Sci.,
College of Business Adm inistration,
$26,000-Neg., 11/30. Assistant/Associate
Professor IS/OS, M.I.S. College of Business
Administration (SAR) $35,000-Neg. , 12/31 .
Assistant/Associate Professor, IS/OS,
M.I.S. College of Business Administration
(FTM), $35,000-Neg. , 12/31. Assistant in
Gerontology, Suncoast Gerontology, USF
Medical Center, $16,000, 11/8. Chairperson, Department of Economics, College of
Business Administration, $50,000-Neg. ,
12/31 . Director of Development, Dean's
Office, College of Fine Arts, $20,f00-25,000,
11/8. Director of Development, Dean's Office, College of Natural Sciences,
$20,100-25,000, 11/8. Director of Development, Dean's Office, College of Engineering, $20,100-25,000, 11/8. Director of
University Relations & Development,
Dean's Office, St. Petersburg Campus,
$20,100-25,000, 11/8. Campaign Coordinator, Development, University Relations,
$20,100-25,000, 12111. Director of University Relations & Development, Dean's Office, Ft. Myers Campus, $20,100-25,000,
11/8.

Welcome
Note: Due to the advanced deadline date
for submission to the Intercom, the names
of new employees may not appear until
several weeks after initial employment.
We wish a sincere welcome to the following new employees: Joyce Alcorn, Secretary Specialist; Brenda Anthony-Davis,
Training Specialist II; Alamandria Barnard,
Unit Tr. & Rehab. Spec.; Margaret Battle,
Secretary Specialist; Thelma Cameron,
Clerk Typist Ill; Grace Connors, Sr. Secretary; Betty Fontaine, Fiscal Clerk II; John
Gaskins, Jr., Property Clerk I; Sandra Herring, Secretary Specialist; Mark Hinshaw,
Maint. Support Tech.; James Hof, DirectorAct.; Gertrude Hunter, Cashier; Karen
Kirschbaum, Secretary Specialist; Louis
Manganiello, Assistant Athletic Coach;
Norma Montgomery, Clerk Typist II; Rus-

THE PHILOSOPHY AND
RESPONSIBILITIES OF THE
DIVISION OF HUMAN RESOURCE
DEVELOPMENT'S TRAINING AND
DEVELOPMENT FUNCTION
The purpose of the Division of Human Resource Development is to assist in providing
experiences which modify or develop the
behavior of the University's employees in
such a way that what the employee does at
work is effective in the attainment of the
goals and objectives of the University and
aids the employee to better realize his or her
full potential.
In accomplishing the goals contained in
the purpose stated above, the Division of
Human Resource Development functions
as follows:
1. Determines (or assists in determining)
the need for developing, promoting, and
conducting or administering employee
training programs.
2. Determines (or assists in determining)
the need for, the development of and the
purchase of training aids and training
materials.
3. Advises and consults with all levels of
management, and employment in general,
on organizational development problems
and programs. The Division is available as
a resource to supervisors and other groups
of employees who identify a problem in the
workplace which can be resolved through
the practical application of organizational
and human resource development principles and training techniques.
4. Maintains the necessary records and
reports to facilitate a continuous overall training program.
5. Makes a continuous effort to evaluate
training to determine effectiveness and appropriateness.
6. Keeps informed of latest developments
in the training' field and virtually every aspect
of the business endeavor.

lin Rabsatt, Unit Tr. & Rehab. Spec. ; Barbara Reynolds, Sr. Secretary; Cynthia
Scheff, Fiscal Clerk I; Katie Stewart, Custodial Worker; Frank Stoy, Groundskeeping
Supv. II; Karol Lou Taylor, Clerk Typist II;
Creighton Wirick, Associate In-Res; Allen
Wright, Instructor.

7. Conducts and administers certain
specified programs which have been structured to the needs and goals of the University. This component of Human Resource
Development is responsible for new employee orientation, as well as re-orientation,
conducted at the main campus (day and
evening), regional campuses, the Medical
Center (also day and evening), and the Florida Mental Health Institute; employee recognition, including years of continuous
University service, outstanding service, and
retirement awards; State Agency Awards
program and the publication of the University's Faculty/Staff Handbook:
Through these areas, along with training
and development activities, the University
community is brought together as a cohesive work unit, directed toward common
goals.
In the next issue, the Division's policy on
training and organizational development will
be printed. The policy formally defines the
guidelines and acceptable standards for attendance and completion of any training
program.

Copies of the Human Resources'
Sources Manual have already been
provided to all area contact persons, deans, directors, and chairpersons. The manual outlines training programs and services that are
available upon request to any department on campus and lists the
resources now available through
the Division such as films, training
packages and reading material. The
manual also provides the names of
area contact persons. Be sure to
familiarize yourself with what is available to you!
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